INTRODUCTION
The poultry industry is a key contributor to the socio-economic development of Ghana through job creation and the improvement of food security and nutrition. Regardless of these contributions the poultry industry is plagued with many challenges and problems such as, increased competition, high input costs, diseases control, low prices, ever-changing global markets, interest groups questioning production systems, qualitative and quantitative inadequacy of water and feed issues, collapsing of processing plants, regulatory and policy issues that can hinder current production and competing visions for the future are factors providing challenges for the poultry industry ( Regulations, directives and certain production customs can be costly for producers to carry out, usually with marginal benefits. In an unpredictable industry influenced by the political considerations, there is no assurance ordinary poultry producers are safeguarded or their interests taken into account in the creation and implementation of new regulations. To keep the business running, the poultry industry needs the support and cooperation from both local and state authorities (FAO, 2014) .
In order to represent the interests and needs of poultry producers to local and national law making bodies, a unified voice is important and voluntary association fellows will be tasked to provide the needed leadership. There are several individuals and bodies involved in grassroots matters (Adei & Asante, 2012; Sumberg et al., 2013; Kellogg Foundation, 1993) including poultry industry and agrarian organizations.
A study of grassroots leadership conducted by Kellogg Foundation (1993) described grassroots leaders are individuals who share specific characteristics to influence change, are inspired and compensated by their service and dedication. The research determined that when communities are genuinely purposeful regarding grassroots leadership numerous advantages result, including the following: many people get involved at all levels, new leaders are developed and have access to support, leaders continually grow and are renewed, fresh talent is grown for conventional leadership positions, and more of a grassroots viewpoint is present in profit and non-profit management.
Current research calls for more effective poultry industry leadership. Sumberg et al. (2013) studied the problems confronting the poultry industry and how the industry can find solutions to the illdefined problems to stay alive after several years drop in demand for poultry. Sumberg et al. (2013) recommendation for a robust poultry industry includes more suitable poultry business leadership.
Poultry business leaders today have the arduous task to be the mouthpiece of their industry in hard times (Field, 2008; Speer, 2008) . This representativeness arises in the form of volunteers within the poultry industry, who offer to serve on boards or committees of business establishments, such as municipal or national poultry farmers associations. This volunteer position is crucial for the sustainability of the business and the capacity of the company to accomplish their objectives and mission (Barry, 2015; Mathews & Carter, 2010) . As enterprises become more conscious of volunteers as an important economic asset and how to effectively engage volunteers, companies are interested in identifying ways to improve staffing, training, retention and motivation (Handy & Hustinx, 2009 ).
Leadership provides benefits for individuals within the organization. People who assume the role of serving on management committees devote themselves to contribute in a significant way and act as agents for change. The outcome of this volunteerism can be a greatly fulfilling experience. Individuals prepared to take up leadership responsibilities set themselves apart from peers and embark on the process of developing as authentic business leaders (Korngold, 2006) . Studies concentrated on existing and emerging leaders within the context of poultry business (Purcell, 2002) as well as leadership development and training of volunteer leaders in agrarian set ups have only occurred on a small scale (Mathews & Carter, 2010; Carter & Rudd, 2006) . In tandem with a higher learning institution or other educational foundations, a number of regions and districts in Ghana have introduced formal leadership development agendas to train leaders in agriculture; nevertheless, these leadership initiatives concentrate largely on leadership skill development (Boateng, 2012) . A few studies have been carried out to find out what motivates an individual to take up a leadership role, particularly leaders in non-formal leadership positions.
CONCEPTUAL FRAMEWORK
Leadership is a contested topic, and as such, a concept that is difficult for scholars to define. Burns (1978) characterized two styles of leadership: transformational and transactional. Transactional leadership comes about when an individual takes the initiative to make a close interaction with others with the aim of an exchange of any object that is valued. Leaders will come closer to subordinates with a purpose on the exchange process. Burns (1978) held that transformational leaders have the capacity to nurture subordinates into leaders. Transformational leadership is different from transactional leadership as it is based on the subjective beliefs and values of the leaders and not on exchange of objects between the leader and subordinates (Kuhnert & Lewis, 1987) . Bass (1985) described transactional leaders as individuals focused on accomplishment of organizational and personal outcomes and transformational leadership as top-quality leadership performance. Based on a subsequent comparison of transactional and transformational leadership, Bass (1990a Bass ( , 1990b ) discovered that transformational leaders to have better interpersonal relationships with supervisors, contribute more to organizational interests and are more effective leaders. Additionally, subordinates wield more power in support of transformational leaders than transactional leaders. Furthermore, transformational leaders are more likely to be perceived as effective managers than transactional leaders. Barker (1997) alleged there was importance in concentrating on the capabilities and qualities of leaders. Accordingly, this would be useful and effective for leadership development and training agendas. Northouse (2010) described leadership as an influence process helping subordinates and individuals in attaining a common goal. Rost (2008) advocates that influence is when a leader will apply their capabilities to build positive relationships and produce collaborative and cooperative strategies. In this way, influence is viewed as the exercise of expert and referent power rather than coercion, reward and punishment.
Trait theories developed in the early twentieth century, and closely followed the idea that leaders were all great people. Stogdill's 1948 and 1974 research work (as cited in Northouse, 2010) were carried out to isolate qualities that set individuals in leadership positions apart from other people. Northouse (2010) reviewed the key character traits found in leadership studies to be integrity, intelligence, sociability, determination and self-confidence.
Focusing on behavior instead of character traits, Kouzes and Posner (2002) advanced a model of leadership deriving from their examination of transformational leadership in an effort to describe a leader. Kouzes and Posner (2002) developed a model with five essential practices of leadershipmodel the way, inspire a shared vision, challenge the process, enable others to act, and encourage the heart.
The essay that started it all, The Servant as a Leader, Greenleaf (1977) inaugurated a leadership crusade in which great leaders are servants first. Greenleaf was writing with regards to a loss of trust in business leaders, proposing a practical approach that could aid set right the observed abuses of the corporate world. Servant leadership is radically different than the usual viewpoint studied. With servant leadership the emphasis is on (a) involving people in decision-making, (b) showing a caring attitude, (c) listening, understanding and broad communication skills, (d) interest in the growth of employees (followers), (e) persuasion, (f) ethical behavior, (g) intuition, and (h) the success and enhancement of the organization (Spears, 2010 A large majority of the research on leadership occurs within the discipline of organizational development, evaluating and measuring leadership in a business context where a leader has supervision over subordinates. Consequently, the vocabulary of leader and follower is applied as the foundation in researching and studying leadership. Transactional, transformational, and servant leadership are all focused around the everyday workplace environment. With scarce resources on leadership in a non-formalized context, the current study will open the door for more studies in this area.
VOLUNTEER BUSINESS LEADERSHIP
A volunteer is defined as a person who "recognizes a need and chooses to respond to it in ways that extend beyond basic social obligations, motivated by personal responsibility rather than monetary or other personal profit" (Garland, ; McGruckin, 1998) observed that volunteerism is a kind of work since it requires specific capabilities and skills. Education was found to be the most important and reliable predictor of volunteering. However, other related factors were income, health, race, gender, occupation, and leisure time.
Further empirical studies investigating motivation and role of volunteers applied as a conceptual framework for the present research found the significance of volunteers: as a determining factor in a member's motivation to serve others (Carter & Rudd, 2006; Van Til, 1988) ; goals corresponding to those of the organization (Jedlicka, 1990 Despite the fact that leadership has been widely explored and researched in the formal administrative development context, not much is known regarding leadership in non-formal membership based managerial contexts, where people are volunteer business leaders offering services for peers.
PURPOSE
The purpose of the present study was to explore poultry industry leaders in formal positions of membership based business organizations. The main research question was: What is volunteer business leadership to poultry sector leaders? To be more specific, the study aimed at researching the following sub-questions: Since the purpose of the present research was to comprehend the real meaning of the experience of respondents (Hatch, 2002; Richards & Morse, 2007) ; hence, a phenomenological qualitative study was preferred and selected from among the five qualitative study traditions proposed by Creswell (2007) . All the study respondents shared the common experience as respondents were volunteer leaders serving and exercising various leadership roles within the poultry business organization. Moustakas' (1994) two fundamental questions to agree on the relevant model were applied as the groundwork to also decide on the motivation of the research as a phenomenological study. The current research sought to obtain a better insight into the meaning of leadership and what motivates individuals to accept leadership roles. Therefore, the phenomenological approach was the most appropriate for striving to describe and comprehend leadership within the poultry business.
To obtain a sample size that is acceptable for a qualitative study (Creswell, 2007 ; Plano-Clark & Creswell, 2010; Polkinghorne, 1989; Richards & Morse, 2007), 15 men and women currently serving in leadership functions within the poultry industry organizations were chosen to take part in the present research project. The people were purposefully selected. Applying standardized sampling procedures (Creswell, 2008) , individuals selected shared common characteristics, as all respondents were leaders within a poultry business organization at the national level. These organizations comprised either the National Poultry Association or Regional Poultry Association such as the Ghana National Poultry Association. The number of leadership functions was not a deciding factor in choosing interview respondents; nevertheless, respondents had to be working in at least one board or committee to make similarity among all research respondents.
The yard stick to make a distinction between the respondents was based on maximal variation sampling (Creswell, 2007) . Leaders who differed in gender, age, geographical setting, and industry sector were identified. The current research project was targeted for a balance of genders, even though we had to allow for the large number of men over women in the agricultural sector. Of the 15 research respondents, 11 were male and 4 were female. Respondents represented all the ten regions of Ghana. There were three representing the breeding and hatching eggs sector, two representatives from the poultry feeds division, three representing the village backyard production division, two representatives from the broiler production sector, and five representatives from the industrial and integrated production sector. Emphasis was put on choosing leaders who earned their living mainly through the poultry business and were currently engaged in production agriculture. All fifteen of the research respondents corresponded the key selection criteria.
A set of comprehensive questions was constructed for data gathering to obtain wide ranging answers from the research respondents (Plano-Clark & Creswell, 2010; Richards & Morse, 2007) . The researcher carried out face-to-face interviews with each respondent. Each interview averaged 60 minutes in duration, varying between 40 and 90 minutes. All respondents were probed based on the same six questions on the interview protocol and asked pre-set exploratory questions (Creswell, 2007) . Further questions were only solicited to illuminate a point. The interviews were then transcribed for coding. Notes taken down during the interviews were also kept as a record. Gathering of data took place between March 2 and May 20, 2016.
Research respondents were invited to participate in the study through a personalized electronic mail describing the research project and then a follow up telephone call to establish their consent to be a respondent. The respondents were requested to sign the consent or agreement form and return it to the researcher. The researcher orally evaluated the agreement form with the respondent before carrying out the interview to ensure that the respondent did not have queries concerning the research project. All the fifteen respondents mailed back the consent form to the researcher.
IDENTIFYING THEMES
Important statements and essences concerning the phenomenon were examined carefully and described as the themes and what respondents experienced personally (Plano-Clark & Creswell, 2010; Saldana, 2011). To categorize themes, the researcher read the fifteen word for word transcriptions a number of times to gain a general feeling for the information. Significant statements and expressions were singled out and coded to convey meanings and were grouped together by broad or generic themes (Moustakas, 1994) . A thorough analysis of the data was performed to obtain a better insight into the key phenomenon. All the identified themes emerged directly from the interviews of the respondents. The transcriptions were then analyzed utilizing the MAXqda2 software program. This enabled the researcher to perform preliminary coding, highlight quotes and excerpts, and provide a rich, thick description of the responses of research respondent (Creswell, 2007; Saldana, 2011) . Based on the manual coding for themes as well as the integration of the software analysis, the outcomes were integrated into a detailed account of the phenomenon.
VALIDATING RESULTS
Since the study was undertaken as a qualitative research, the emphasis was on gaining deeper insight into the information provided by the research respondents, instead of confirmation of a quantitative nature. Making reference to Creswell's (2007) eight strategies of authentication applied in qualitative studies, the researcher carried out elucidatory researcher bias and member-checking, by means of rich, thick descriptions as well as a peer review. The researcher performed member checking of the information to authenticate the research results. All respondents were offered the opportunity to evaluate the transcripts for credibility and validity. Respondents were then asked to effect changes or provide additional information. Three of the respondents asked to have a copy of their interview transcripts for perusal. The rest of the respondents decided not to review the transcripts. From the three respondents who reviewed the transcripts, two of them approached the researcher with a few corrections in acronyms and spellings. The third respondent did not suggest any required changes. Respondent names were modified to pseudonyms and any personal data that could distinguish the respondent was eliminated or modified so that it is impossible to identify. The format of the current study did not make room for the respondents to review the other existing information and analysis devoid of violating confidentiality of the data. Rich and in-depth descriptions were performed as a further data validation technique. Exhaustive respondent responses to the interview questions, as well as direct quotes, were presented in the findings section. At the last stage of the data analysis process, an essence was composed to expound the central phenomenon. That is, what the respondents personally experienced and how respondents experienced it. Finally, peer review was performed by an experienced academic researcher to give further validation to the interpretations of the themes as well as conclusions that emerged from the qualitative data.
RESEARCH FINDINGS

Based on the primary research question: What is volunteer business leadership to poultry sector leaders?
Following the thematic analysis of transcripts as well as the researcher's notes, the interview data identified eight key themes:  Be an active participant in the world of work.  Represent the interest of the industry.
 Be willing to make decisions  Be a generous giver  Giftedness in leadership  Accepting challenges of greater responsibility at the appointed time.  Chosen by fellow association members  Be a role model. Theme One: Be active participant in the world of work. The most common theme in the current study was respondents' deep desire and willingness to make a difference in the world of work. This idea was spoken about in a multitude of ways, as a number of respondents experienced volunteering as providing a sense of purpose in their lives, others communicated life not being all about oneself, while other respondents concentrate on the value of the influence and effect on others, and yet still other respondents spoke about improving the lives of people through either an experience comparable to theirs or assisting to delight in something they treasured. Every respondent interviewed spoke about making a difference in the world of work and the people around them. This emerged through a deep sense of purpose and meaning to do what is considered to be right, to offer service to others as one would like to be assisted, and to realize that a lot existed in the world than merely themselves. Several of the respondents expressed that one cannot become a leader if a person does not have a say in the future of the poultry business if one's voice is not heard. If people desire to be part of the decisions taken influencing the future of the poultry sector, then such individuals ought to be present for conversations and discussions.
Theme Two: Represent the interest of the industry. The respondents openly identified their pride for playing an important role in the poultry business and how genuinely they play this role of engaging with other producers to impact and improve the future of the poultry business in Ghana. Respondents have great expectations of poultry industry leaders, who stand for the common interest of the industry to the best of ability, but also for people who are willing to give first place to organizational goals. Some respondents anticipated this from themselves as they currently served in a leadership role, either on boards or committee level within the poultry farmers association of Ghana. The respondents thought that in order to have faith in a leader they must feel assured that the selected leader has the common interest of the entire poultry industry.
Theme Three: Be willing to make decisions. A number of respondents indicated that an important characteristic of volunteer business leadership is decisiveness, since people do not envision effective leaders who stand around looking doubtful, indecisive and blurred. Thus, respondents stressed the role of a volunteer industry leader as being a great decision-maker. Some respondents discussed the importance of a volunteer business leader who has the capacity to make decisions, even in the midst of hard or "wicked issues" to decide on. In an attempt to make tough decisions, volunteer poultry business leaders were characterized as individuals who must be able to see and grasp the big picture and navigate the association through uncertainties and turbulence. In principle, the volunteer industry leader is challenged to be "pushing the envelope". To be able to innovate and extend the existing limits of performance necessitates taking a bold stance and making hard decisions.
Theme Four: Be a generous giver. The poultry business sector has been described as a sector that frequently witness poultry farms and poultry businesses passed down from one generation to another within extended family households. However, four respondents explained that they did not grow up in the current occupation where they find themselves actively engaging for their living. Taking this experience into account, all of the respondents articulated the value of "giving back" something to the poultry industry. Devoting time and talent unreservedly to volunteering and contributing towards the improvement of the poultry business in Ghana made it possible for respondents to acquire more and innovative information, build network of relationships with other poultry producers, and benefited from the opportunity they would otherwise not have experienced in life.
Theme Five: Giftedness in leadership. The leaders described by the research respondents possessed character traits or leadership qualities that manifested similarity with many attributes and characteristics that made it possible to succeed as leaders. Character traits identified were integrity, respectful, knowledgeable, effective listeners and communicators, devotion, trustworthy and accountability. Respondents were depicting a leader with character and one who exhibited natural innate capabilities which gave real meaning to the leader. Such were the kind of leaders the research respondents turned eyes on, but also recognized the ordinariness of being truly human, with a blend of competencies leading to personal charisma. This made people within the poultry business sector to have confidence and trust in the leader.
Theme Six: Accepting challenges of greater responsibility at the appointed time. It was evident that being a volunteer leader was not on the "prioritized list" or "To-do list" of the current research respondents. Respondents did not make a thought-out list or keep a properly structured document with precise chronological sequence indicating that their goal was to become the chairman of the National Poultry Association of Ghana by 2015. Instead, respondents' elevation to leadership position happened through an entirely natural evolution, which many characterized "the appointed time". In most cases, respondents said leaders begun to become committed in the associations whether they were drafted or set out to volunteer for leadership responsibilities. As duty and devotion matured within the associations, they discovered their position and task increasing more and more towards leadership roles. This thematic category is closely aligned with the second minor question of the current research project: How do poultry sector leaders describe the process to become a volunteer business leader?
Theme Seven: Chosen by fellow association members. A number of research respondents stated how distinctive the leadership process is within the poultry business sector; the reason being that volunteer leaders are nominated by peer members. Within the mainstream traditional leadership set up, it is the responsibility and the sole prerogative of management board to select and appoint incoming leaders. It is not the case with the poultry business organizations, which are volunteer membership associations. Therefore, leaders are nominated by fellow association members to step into any leadership position, and asked to serve in the executive board or committee level. Once an individual is recruited into a leadership role, the person is expected to work together with peers to come out with concrete decisions. And even though the overall responsibility of providing leadership rests on the leader, the central difference in scope of authority and influence as perceived within the old style, longestablished leader-follower context does happen with peer volunteer leaders.
Theme Eight: Be a role model. Role models demonstrate passion for their job and have the ability to "infect others" with that passion. Majority of respondents indicated that one of the most important qualities of an effective leader is to maintain a respected, leadership role model, to be the kind of person that all and sundry looks up to and desires to be like. A critical quality of a person in a leadership position is that they are able to carry themselves all the time, even when nobody is observing, as if the whole world was watching. According to respondents interviewed for the present study, each leader must demonstrate high ethical standards, to show to their peers as well as to other stakeholders that they are decent and resolved to do their best for the industry. As expressed by one respondent, "leaders live in a goldfish bowl". As a result, each and every one is watching the man or woman in the leadership role. Effective leaders are aware of the impact of their gestures and words on the people around them. Respondents advised that a leader should always be sensitive to the fact that whatever a person says or does is amplified times the people who are accountable to you (peers and subordinates) or look up to you for guidance and direction.
CHARACTERISTICS OF A POULTRY BUSINESS LEADER
The second objective of the present research project was to find out how poultry business leaders described business leadership. The first sub-question concentrated on investigating to understand how respondents perceived business leadership. The respondents were invited to describe a leader. Answers given included expressions or catchphrases like (a) forward thinking mind-set, (b) available to serve others, (c) well-informed, (d) take full responsibility, (e) accept the outcomes of all decisions, (f) true to who you are deep inside, (g) active listener, (h) effective communicator, (i) emotional expressiveness, and, (j) ability to relate and work with people. Respondent' characterizations of the great leader showed an individual with integrity and moral fibre; a person who respondents would be impressed to exclaim represents their company. The respondents model themselves on leaders who were considerate, humble and represented the poultry industry business the best they could. These qualities enabled respondents to have confidence in the leaders, go along with them, and have trust in their power to take the right decisions and stand up for those decisions.
The personality characteristics identified in the study were summarized into five character traits of a poultry business leader. Arranged according to the emphasis placed by the respondents those character traits are: Characterizing these personality characteristics of poultry industry leaders also provided clear understanding into the fifth thematic category of the overall study -giftedness in leadership.
IDENTIFYING SOURCES OF MOTIVATION
The third research objective focused on identifying the source of motivation to take up a leader position. The third minor research question inquired, "How do poultry sector leaders explain what motivated them to accept the leadership position?" The most common responses were "to contribute towards the growth of the industry", "the poultry business is my primary source of livelihood" and because "they are full of pride for the poultry business as agriculturalists." Respondents were motivated to become volunteer leaders because they wanted "to get totally involved and represent the collective voice on critical issues and out of concern for the future of the poultry business" and "it is an industry I am passionate about, therefore I want to contribute to make it better for posterity."
The respondents were moved and inspired by a purpose. That is, the motivation to speak up for the industry where they depend on for a decent living, to secure a future for the next age bracket, to stand up against external influences that could be a threat for the downfall of the industry or for the reason that their poultry farms have been in the family for many years, and feeling of personal worth has been inculcated in them to produce safe, healthy sustenance. A sense of personal value originated a purpose as well as interest. If these peer, volunteer leaders did not collaborate and work for the poultry industry, then who else would? A number of the leaders were motivated and reassured by mentors, others possessed leadership competences and skills introduced to them during the time of national service, while some might have observed leaders who they deeply revered.
CONCLUSIONS
This qualitative, phenomenological study sought to investigate the leadership qualities common in poultry business leaders, identify motivators and impacts of the persons serving in leadership positions for their associations, and also examine the structure of the poultry business and how people become leaders in such a context. The researcher constructed a generic and broad definition of volunteer business leadership based on the data collected from respondents. The present study identified leader personality attributes similar to characteristics found in traits perspective research carried out by Stogdill (as cited in Northouse, 2010) and were strongly related to the five key traits identified by Northouse (2010) . The respondents frequently talked about respect, gaining respect, and showing respect towards others. Northouse suggests integrity promotes respect and the present research data indicate poultry business leaders share the same point of view.
Research respondents depicted poultry business leaders as persons who start at the grassroots level, an attribute in agreement with servant leadership (Greenleaf, 1977; 1991) . Respondents began their interest and engagement in leadership through volunteering and becoming effective at the district level with poultry membership associations, and getting better prepared to be leaders based on the skills and experiences they acquired. As the respondents talked about their notions of leadership, respondents linked corresponding views to Spear's (2010) characterization of servant leaders, which involves concentrating on other people in the decision making practice, exhibiting ethical and a caring attitude, as well as showing great interest in the advancement and success of the business.
Barbuto and Wheeler (2006) described servant leadership as consisting of 11 attributes built on the more influential works of Greenleaf (1997) and Spears (2002) . The altruistic dimension of servant leadership (Barbuto & Wheeler, 2006 ) was identified as a person's desire and readiness to serve others, which is directly associated to the first thematic category identified in the present study, "Be an active participant in the world of work." Poultry business leaders are eager to serve their companies and they do so based on the conviction and love for the poultry business. This commitment expresses an aspect of servant leadership. The respondents' concern for providing services due to their self-sacrificing calling was also consistent with what scholars established as to why people volunteer. Empowered volunteers, according to Peters (2010) have a desire to make a difference in the world. This view is corroborated by the findings from the current study, where poultry business leaders were emboldened to volunteer and stand for the poultry industry to the best of their ability, reminiscing that the capacity to lead influenced not only the poultry industry but the sustainability of the businesses of others.
IMPLICATIONS
Agrarian industry associations, which are predominantly membership-based, are designed to offer members with a judicial or legislative voice at the local, regional and national level, as well as influence public policy (Abaru, et al., 2005 ; FAO, 2014; Owusu-Afari, 2010). Volunteer poultry leaders take up leadership roles on management boards and committees to represent associations. The present study provides significance to the discipline of leadership, to the poultry business sector, and by implication to agricultural organizations. The poultry business sector is a sustainable economic driver for the Ghanaian economy in several ways (FAO, 2014) . Poultry producers depend on poultry production for their source of income and general livelihood, and consumers depend on poultry products for nutritional requirements. A deeper and broader understanding of volunteer, poultry business leadership will give support and direction to establishments and associations who depend on peer leaders to be representatives, facilitators and decision-makers of their industry sectors, on production, social, economic and legislative matters.
The outcomes of the current study can provide useful implications in the fields of leadership and poultry sector leadership development. For instance, changing leadership from one age bracket to the next, staffing and development, educational leadership coaching, interpretation of roles for volunteer leaders, the arrangements involved for volunteers to serve as leaders, a better understanding of nonformalized leadership structure, and the role played by peer leaders in membership-based agricultural associations. The insights obtained from this research project will be most useful to associations managed by volunteer leaders nominated and assigned by peer members. The current study provides an important contribution to the domain of research on volunteer leadership. Volunteer leadership is incomparable to the more frequently explored leadership in formalized contexts including the corporate business environment, and the present study helps clarify why people are inclined to accept peer leadership roles and the prospects of serving in a peer leadership responsibility. This research project specifies a research groundwork for poultry business leaders with reference to the trait-based perspective of leadership, the styles of leadership, motivational basis, as well as, general framework of what is volunteer, poultry business leadership. Other agricultural-based associations could include some of the aforesaid fundamentals examined and learned in the present study into their organizational arrangement to help in selecting, training, and retaining leaders.
